Introduction
The success of an organization in developing its dynamics depends on the competence, motivation, job satisfaction, organizational commitment and performance of individuals in an organization. The variable will be the core of the dynamics of the organization that developed and developing (Sulastyo, 2009) . Addressing the importance of organizational dynamics, then any Islamic University, both shaped the university and high school, seeks to improve the performance of lecturers through the organization's commitment to improve the effect of competence, motivation and job satisfaction as an important and necessary in carrying out their work activities. Robbins (2007) states that the competent human resources are always motivated to meet the corresponding job satisfaction and organizational commitment to the performance achieved in the organization. Banham (2005) competence, motivation and job satisfaction influence each other in achieving organizational commitment and lecturer's performance. Maslow, Herzberg and McClelland cited in Tohardi (2008) stated motivation was essential to improve competence and job satisfaction in achieving the commitment and performance, motivation possessed was the hope to realize the individual who is competent, satisfied in the work according to the commitment and performance are achieved. Work motivation is relevant to their competence and appropriate job satisfaction organizational commitment and performance. The Competence, work motivation, job satisfaction, organizational commitment and individual performance is a key to success in realizing individual in the organization of Human Resources (Nelson, 2007) .
Based on the observation of the phenomenon of the competence of lecturers found in the fact that the knowledge of lecturers on subjects that are taught are still low does not correspond to the quality orientation, problem solving skills, planning skills, teamwork and self-learning capacity. As a result of the still low competence lead lecturer organizational commitment and performance decline. The same thing can also be seen that the motivation of lecturers in teaching has not been demonstrated motivation as expected. Lecturer many complained about the low provision of remuneration in the form of compensation for a career that is occupied, do not get improved working conditions as expected in support of his career, rarely get a promotion according to rank academic and functional position and the absence of an opportunity to develop work in the field of higher education, Naturally this led to low motivation and organizational commitment of faculty performance decreases. Includes found no phenomenon that job satisfaction experienced by lecturers not being met in accordance with the progress of work expected, the ability of the advantages of educating, not able to develop a teaching system that is easy to understand, difficult to develop a reputation for exemplary levels of employment and low employment. This is why the professors often do not feel fulfilled expectations of satisfaction in his profession as a lecturer. As a result of unfulfilled job satisfaction, organizational commitment decreased and faculty performance also declined. The lack of contribution effect of competence, motivation and job satisfaction are owned by professors, directly and indirectly affect the organization's commitment. This is evident from the lack of affective commitment to promote the organization, lecturer less committed to comply with the normative rules of the organization, less committed to the development of the organization and are not able to maintain the quality improvement organization. The directly of low the organizational commitment has a give effect to the declining the lecturer performance. The Performance decreases lecturers can be seen from the achievement of the work of lecturers is not appropriate in terms of quantity, quality, and hours of work, occupational risks and thoroughness of the work undertaken by the lecturer. A consideration is improving the lecturer performance enhancement through improved organizational commitment to increase the effect of competence, motivation and job satisfaction lecturer at the College of Islamic Makassar.
Literature Review
Human Resource Management Management word comes from the English "management" developed from the word to manage, which means arranging or managing. The word manage itself comes from the Italian, maneggio adopted from Latin managiare derived from the word manus meaning of hand. Management concept is not easy to define, hitherto undiscovered management definitions that really can be universally accepted. Barry (2006: 15-16) states that management is working with people to achieve organizational goals with the performance of the functions of planning, organizing, preparation of personnel (staffing), direction or leadership (leading) and supervisory (controlling). Management is essentially an effort to organize everything (resources) to achieve the goals of the organization; this is a grand theory of Terry (2008: 46) states that management is an umbrella of human resources which regulates the potential of human resources in an organization to achieve organizational goals. From the description it appears that the management there are two important things that people and organizations. Man is a potential running events management and organization is a vehicle to channel potential of human resources to achieve common prosperity.
Competence
Explain the importance of human resource competencies; it refers to the theoretical ability. Theory capability introduced by Terry (2005: 151) states that any competent human resources. Competence are ideal if supported by quality orientation, problem solving skills, planning skills, team work and self-learning capacity. Every human being has the potential, therefore the potential to be considered in improving the human resources competence. The core competencies are developed according to the theory of self-access introduced by Morgan cited in Hasibuan (2005: 19) states that every person has access to knowledge, skills, the journey of life, and future orientation means on the competence of a person. This was later simplified that the translation of knowledge will be achieved through education. The Each proficiency is determined by the skill level occupied. The journey of life is basically an appreciation of the experience faced by a person and future orientation is determined by the progress of work. This view of competence is also expressed by Roger cited in Harijaya (2004: 39) which introduces the theory of selfdevelopment cycle. This theory basically introduced that every developing human resources and move forward, regardless of their four most pertinent elements are elements of quality orientation, problem solving skills, planning skills, teamwork, and self-learning capacity. Each individual human resources education is supported by the skills of the human resources that are reliable. A human resources skill supported by a mature work experience is quality human resources.
Work Motivation
Motivation comes from the word "movere" which means "impulse or motive power". This motivation can only be given to humans, especially to subordinates or followers. Motivation questioned how encouraging morale subordinates, so that they would work hard to provide all the capabilities and skills to achieve organizational goals. The formulation of motivation by (Robbins, 1999: 50) says that motivation is high willingness to make efforts to achieve organizational goals, conditioned by the effort's ability to meet the needs of a particular individual in accordance with the work. According to Rivai (2007: 665) the term motivation is literally interpreted as an impulse that arises in a person consciously or unconsciously to act with a certain purpose. The term motivation is also often interpreted as a boost or power of motion, causes a person to perform various activities with a specific purpose
Job Satisfaction
According to Robbins (2007) theories on job satisfaction, there are three kinds of commonly encountered are:
Discrepancy Theory Satisfaction or dissatisfaction felt by individuals is the result of a comparison or gaps that do by you against a wide range of things that have been obtained from work and he hopes. Satisfaction will be felt by the individual if the differences or gaps between individual personal standards with the data obtained from small jobs, otherwise the dissatisfaction will be felt by the individual if the differences or gaps between individual personal standards with the data obtained from the great work.
Equity Theory
A person will be satisfied or not satisfied depending on whether he felt justice or not on a situation. Feelings of equity or inequity on a situation of a person obtained by comparing themselves with others in its class, work together, as well as other local.
Two Factor Theory
The principle of this theory is that satisfaction and job dissatisfaction are two different things. According to this theory, the job characteristics can be grouped into two categories, one is called dissatisfied or hygiene factors and others called the satisfiers or motivators.
Organizational Commitment
Organizational commitment is a condition of positive behavior through loyalty to the organization of employment. According Gimbart (2008: 520) organizational commitment is a commitment that appears not to be loyalty passive, but involves active relationship with the organization of work of the (organizational commitment, namely a commitment roommates rise not just to be passive loyalty, but to participate of active relations with organization). 
Lecturer Performance
Understanding of performance as one of the terms that are widely used in the scientific study of human resource management, application performance based on several theories that give substance to the meaning of the performance. Theoretical results, the theory of interest, devotion theory and optimization theory works. This theory is the underlying theory in understanding the notion of performance. Theoretical results presented by Kaplan and Norton (2006: 66) states that the performance is the actualization maximum result to achieve organizational goals. The aim is to provide an understanding that any work that is achieved is the embodiment of the actualization of the individual or group of people who perform the activity.
The theory put forward by Warritten (2007: 191) states that the performance is a continuous activity in generating purposes. Any activity undertaken in a planned and sustainable basically embodies the performance measures to produce a goal. Performance can be interpreted as the result of the actualization of the goal. Theory dedication of prospective understanding of the performance, according to Bourneta (2008: 39) that the performances are the embodiment of a real dedication in facing and achieve a favorable result. The essence of this statement is the term devotion that provides an understanding that through the dedication of an individual is able to carry out its activities in earnest to achieve a favorable outcome.
Methods
This study was designed to answer the problems are formulated and the goals to be achieved and to test the hypothesis. The research was carried out for approximately three months from September to November 2017. The research was conducted in the city of Makassar precisely at the Islamic private University in Makassar. The goal is to determine the effect of competence, motivation, job satisfaction and organizational commitment on lecturer performance. Types and sources of data in this research is quantitative data consist of primary data and secondary data. The technique of collecting data is an observation, questionnaires and documentation. The population in this study were as many as 1,264 people, consisting of Muslim University Makassar A total of 669 people, the 
Analysis and Discussion
Based on the method of determining the value of the model, the first model testing variables are grouped into exogenous variables and endogenous variables). Exogenous variables is a variable whose value is determined outside the model while the endogenous variable is a variable whose value is determined by an equation or model relationship is formed. Included in this group of exogenous variables is the measurement of competence, motivation and job satisfaction while those classified as an endogenous variable is organizational commitment and performance of lecturers. The model is said to be good when the hypothetical theoretical model development supported by empirical data. Detailed SEM analysis results are shown in Figure 1 From the evaluation of the model showed of the eight criteria of goodness of fit indices seen from the eight criteria proposed, it appears no one has met the criteria, given one testing SEM is testing the model, then there needs to be proof of whether there is a fit between the model with the data through the fulfillment of criteria values of goodness of fit indices that were modified models by performing the correlation between error indicator according to the instructions of the modification indices on the condition that the modification is done without changing the meaning of the relationship between variables. The results of the analysis after the final model obtained are as follows:
Figure 2 Final Model
The model test results are presented in Figure 2 above are evaluated based on the goodness of fit indices are presented in the following table with the criteria of the model as well as critical values that have compatibility data. From the evaluation of the eight criteria model shows a goodness of fit indices there were six met the criteria, so that the overall model can be said to have been in accordance with the data and can be analyzed further. Based on empirical models proposed in this study can be tested against the hypothesis put forward by testing the path coefficients in structural equation modeling. From all seven models hypothesized direct path, there is a significant six lanes and one lane is not significant and the three lanes indirect one insignificant. The interpretation of Table 17dapat described as follows:
1. Competency have no significant negative influence on organizational commitment with a p-value = 0913> 0.05 with a coefficient value of -0015, this coefficient indicates that the competence of both owned by the lecturer does not increase because of the potential organizational commitment of lecturers a growing number of other organizations that provide a promising offer in addition to the organization so that more potential lecturers diminishing commitment to the organization. 2. Work motivation has significant influence on job satisfaction with a p-value = 0.029> 0.05 with a coefficient of 0.169, this coefficient shows that if a person is getting better motivation to work the organization's commitment will also be good. 3. Job satisfaction has a significant positive effect on organizational commitment with a p-value = 0.000> 0.05 with a coefficient of 0.660, this coefficient indicates that the better the job satisfaction organizational commitment will also be good. 4. Competence has a significant positive effect on the performance of faculty with a p-value = 0.034> 0.05 with a coefficient of 0.120, this means that the better the competence of the faculty performance also will be better 5. Work motivation has a significant positive effect on the lecturer performance with a p-value = 0.045> 0.05 with a coefficient value of 0129, this coefficient indicates that the higher the motivation to work, the performance of lecturers will also be higher. Work motivation also indirect effect on the performance of lecturers through job satisfaction. This means that lecturers who have high motivation to work will have job satisfaction is getting better and ultimately the performance of lecturers will get better 6. Job satisfaction has a significant positive effect on the lecturer performance with a p-value = 0.000> 0.05 with a coefficient value of 0458, this coefficient shows that the higher the job satisfaction of faculty performance will be higher as well. 7. The organizational commitment has a positive significant effect on the lecturer performance with a p-value = 0.001> 0.05 with a coefficient of 0.500, the coefficient indicates that the higher faculty commitment to the organization, the performance of lecturers will be higher as well. 8. Competence had a negative and no significant effect on the lecturer performance as a mediating role of organizational commitment to the value of the indirect influence of 0.914. 9. Work motivation positive and significant effect on the lecturer's performance as a mediating role of organizational commitment to the value of the indirect effect of 0,040. 10. Job satisfaction positive and significant effect on the lecturer's performance a mediating role of organizational commitment to the value of the indirect influence of 0.001.
